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xiial  Harassment  in  the  Workplace 


Organizations  preparing  young  or  disadvantaged 
people  for  entry'  into  the  workforce  need  to  provide  specific 
information  about  a  variety  of  workplace  issues;  one  of 
these  is  sexual  harassment.  A  recent  report  mainlains  that 
50%  of  v/omen  and  15%  of  men  believe  Ihey  have  been 
sexually  harassed  in  the  workplace.  Many  workers  have 
acted  on  their  beliefs  by  fonTsally  complaining  to  the  Equal 
EmplojTnent  Opportuitity  Commission  or  by  filing 
lawsuits. 

While  a  workplace  with  sexual  harassment  is  wasteful 
and  expensive  for  employers,  it  can  be  personally 
devastating  for  a  naive  worker.  Good  rrianagement  could 
avoid  sexual  harassment  claims  through  effective 
anticipatory  action,  and  job  applicants  can  be  taught  to 
recognize  the  signs  of  good  management  in  tliis  regard  as 

I  early  as  the  interviewing  process. 

'  There  are  two  types  of  sexual  harassment  generally 
recognized  as  unlawful.  The  most  obvious  kind  is  "quid 
pro  quo",  when  a  supervisor  conditions  the  granting  of  an 
economic  benefit  upon  the  receipt  of  sexual  favors  from  a 
subordinate  or  punishes  the  subordinate  for  refusing  to 
submit  the  the  demand.  The  other  kind  is  a  "hostile  work 
environment",  one  that  is  so  infused  with  unwelcome 
sexually-oriented  conduct  that  an  individual's  reasonable 
comfort  or  ability  to  perform  is  affected.  In  the  first  kind, 
the  victim  suffers  economically,  but  in  a  hostile  work 
environment,  the  employee  may  not  suffer  an  economic 
detriment  yet  still  be  prevented  from  acliieving  v/ork  goals. 

The  kind  of  questions  asked.,  or  casual  conversation 
before  or  during  a  job  interWew,  could  be  a  tip-off  about 
problems  in  this  particular  workplace.  A  tour  of  the 
workplace  is  another  good  idea.  Employers  are  not 
automatically  liable  for  a  hostile  work  environment,  but 
anything  blatant  such  as  suggestive  pictures  or  comments 
would  indicate  a  problem  to  the  obsen^ant,  war}^  applicant. 

Management  consultants  advise  employers  to 
minimize  liability  for  sexual  harassment  claims  by  creating, 
disseminating  and  enforcing  a  policy  specifically  dealing 
with  sexual  harassment;  and  by  training  super\'isors  to 
avoid  behaviors  that  would  lead  to  liability.  Of  course 

|i/ocational  organizations  need  such  policies  and  staff 
training  as  well. 

At  a  minimum,  an  employer's  sexual  harassmient  p^olicy 
should: 

®  define  and  ex-press  the  employer's  strong 


disapproval  of  both  quid  pro  quo  and  hostile  work 
environment  sexual  harassment.  Broad  examples  should 
be  p fo  vided  so  employees  are  put  on  clear  notice  as  to  what 
the  employer  intends  to  be  excluded  from  the  workplace. 
"In  this  context,  it  is  best  to  assume  that  if  the  conduct  n:\ay 
offend  someone,  it  will  be  an  employee  who  has  a  lawyer 
on  retainer",  management  consultants  advise. 

®  include  a  complaint  procedure.  It  is  essential 
that  the  policy  state  explicitly  that  if  the  offending  party  is 
the  worker's  immediate  supervisor,  the  complaint  may  be 
made  to  another  supervisor  or  the  company-designated 
EEO  officer. 

®  spell  out  sanctions  for  violating  the  company 
policy.  The  policy  should  be  distributed  to  all  employees, 
posted  on  company  bulletin  boards  and  incorporated  into 
the  employee  hand  book.  It  should  be  announced  initially 
and  reviewed  periodically  in  small  group  employee 
meetings. 

T:jr  supervisors'  training  on  sexual  harassment: 

®  supervisors  should  be  told  that  it  is  their 
responsibility  to  be  vigilant  in  ensuring  that  a  hostile  work 
environment  does  not  exist,  and  their  failure  to  respond  to 
objectionable  conduct  will  result  in  their  discipline  or 
discharge. 

« the  procedure  for  in  vestiga  ting  sexual  harassment 
claims  should  be  discussed 

®  the  employer  must  make  it  clear  to  suj5en,'isors 
that  if  a  complaint  has  merit  the  supervisor  will  be 
disciplined  or  discharged.  In  cases  of  quid  pro  quo 
harassment,  discharge  should  be  automatic.  It  is  amazing 
how  quickly  a  supervisor  stops  thinking  of  sexual 
harassment  as  a  joke  when  he  realizes  that  committing  or 
tolerating  offensive  behavior  may  cost  him  not  only  his  job 
but  also  iiis  house  and  car. 

Employees  have  a  right  to  a  workplace  which  is  free  of 
sexually-offensive  conduct.  Taking  steps  to  protect  work- 
ers tlirough  basic  training  on  iliis  right  and  through  em- 
ployer education  are  key  actions  to  eliminate  sexual  har- 
assment in  the  workplace. 

Resources  for  your  follow-up  action: 

How-to  Video:   "Intent  vs.  Impact"  provides 
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Too  Controversial  To  Help 


Both  "traditional"  and  subtle  forms  of  discrimination 
against  pregnant  and  parenting  students  stil!  exist  despite 
Title  IX  prohibitions,  a  recent  study  by  the  Equality  Center, 
a  Washington,  D.C.,  research  and  policy  group,  has  found! 

The  study  found  that  administrators  are  often  unaware 
of  their  obligation  under  federal  civil-rights  law  to  treat 
students  who  are  pregnant  or  have  children  no  differently 
than  students  with  other  medical  conditions. 

"Some  people  who  feel  they  are  doing  the  best  for 
these  students  are  in  fact  Hmiting  their  opportunities  the 
most,"  said  Margaret  C.  Dunkle,  executive  director  of  the 
Equality  Center,  "it's  important  for  these  peopl'e  to  take 
another  look  at  what  they're  doing." 

The  study  surveyed  practices  and  attitudes  in  12 
geographically  and  demographicaliy  diverse  schools,  and  ■ 
found  nine  of  the  schools  in  violation  of  Title  IX  of  the 
Educational  Amendments  of  1972. 

The  more  common  violations  include  channeling  • 
pregnant  and  parenting  students  info  specific  courses  of 
study,  not  allowing  exajsed  absences  for  prenatal  or 
postnatal  care  of  problems  associated  with  pregnancy,  and 
not  reinstating  students  to  the  status  they  held  at  the 
beginning  of  a  leave  for  pregnancy.  Other  violations  are 
discouraging  pregnant  and  parenting  students  from  running 
for  student  government  or  club  offices,  and  denying  ihem 
favorable  recommendations  for  jobs  or  further  education, 


HARASSMENT 
continued  from  previous  page 

awareness  as  well  as  step-b}'-step  actions  employees  and 
managers  can  use  to  stop  or  prevent  se>:iial  harassment 
within  their  organization.  Available  for  preview  for  $40 

fromBNA  Communications,  9434  Key  West  Ave.,RockviIIe, 
MD  10850-3396;  1-800-233-6067. 

o  Information/trainmg  Video:  "The  Povver  Pinch" 
describes  and  defines  sexual  harassment  in  no-nonsense 
ten-ns  using  reenactments  and  modelling  correct  behavior. 
Available  on  loan  for  postage  to  state  agencies  and  recipi- 
ents of  Perkins  funds.  Call  or  wri  te  Jeannette  Kandelin,  MT 
Dept.  of  Administration,  Personnel  Div.,  Rm.  130  Mitchell 
BIdg.,  Helena,  MT  59620. 

"  Model  Policy:  New  York  University  Law  School 
adopted  a  comprehensive  anti-sex  bias  policy  in  April, 
1988,  which  maybe  used  as  a  model.  Copies  are  available 
from  the  Office  of  the  Dean,  NYU  Law  School,  50  Washing- 
ton Square  S.,  New  York,  NY  10012. 

*  Workshop  proceedings:  The  Usiiversity  of 
Washington  published  the  proceedings  from  its  May  1988 
conference  on  the  prevention  of  sexual  harassment. 
Emphasizes  prevenlion;  contains  legal  information  useful 
to  institutions.  Send  $10  for  "The  Prevention  of  Sexual 
Harassment  in  Higher  Education"  to  Equal  Employment/ 
Affirmative  Action  Office,  U  of  WA,  4045  Brooklyn  Ave. 
NE,  Seattle,  WA  98195. 


the  report  says. 

Other  researchers  are  assessing  the  problem  as  a 
major  contributing  factor  in  the  nation's  dropout  problem. 
Forty  percent  of  all  girls  who  drop  out  of  school  give 
pregnancy  or  mamage  as  their  reason. 

Despite  this  fact,  many  administrators  and  teachers  do 
not  plan  for  the  needs  of  pregnant  and  parenting  students 
when  devising  dropout  programs,  the  researchers  said. 

"People  are  looking  at  a  teenage  pregnancy  in  other 
contexts,  and  they're  looking  at  school  dropouts,  but  they 
aren't  putting  the  two  together,"  Dunkle  said.  "It's  a  real 
blind  spot  on  the  part  of  administrators  and  policymakers." 

The  Equality  Center  findings  match  a  report  issued  last 
summer  by  the  Academy  for  Educational  Development's 
Support  Center  for  Educational  Equity  for  Young  Mothers. 
That  study  said,  "So.m.e  administrators  noted  that,  despite 
changes  in  attitudes  in  recent  years,  this  population  is  still 
considered  'bad'  in  many  quarters  and  too  controversial  to 
help." 

Examining  the  attitudes  of  teachers  and  administrative 
staff  members  is  crucial  to  understanding  the  treatment  of 
pregnant  and  parenting  students,  researcherssaid,  because 
they  often  make  important  decisions  regarding  these 

CONTROVERSIAL  conHnued  on  next  page 


"Help  Me  Lift  This  Personhole  Cover" 

^   ) 


CONTROVERSIAL  continued 

students  without  the  guidance  of  any  comprehensive  school- 
district  policy. 

Although  differential  treatment  of  pregnant  and 
parenting  students  has  long  been  viewed  as  a  sex- 
discrimination  issue  by  federal  enforcement  agencies,  few 
of  the  cases  concerned  the  more  subtle  forms  of 
discrimination  alleged  by  the  Equality  Center  report. 

Gary  Curran,  chief  spokesman  for  the  U.S.  Education 
Departments  office  of  civil  rights,  said  the  office  has  not 
published  any  guidelines  on  the  protections  offered  by  Title 
IX  to  pregnant  and  parenting  students.  However,  the 
Equality  Center  has  produced  a  set  of  guidelines  in  the  form 
of  questions  and  answers,  entitled  "Ever/thing  You  AKvays 
Wanted  to  Know  about  Title  IX  and  Pregnant  ar^d  Parenting 
Students". 

Resource:  Copiesof  the  Equality  Center's  publications 
can  be  obtained  by  writing  them  at  220  Eye  St.  NE.  Suite 
250,  Washington,  D.C.  20002. 

Resource:  The  AcademyforEducational  Development 
is  publishing  a  book  entitled  A_Sjjtslijn_Iinm.„!±e!pjna 
YSLmgi^PJMrsJlan2SlgieJiiab.S^^  fo  obtain  a  copy, 
write  The  Support  Centerfor  Educational  Equity  for  Young 
Mothers,  A.E.D.,  100  Fifth  Ave.,  New  York,  N.Y.  10011. 


School 
Discrimination 
Complaints 

Double 

The  number  of  discrimination 
complaints  lodged  with  the  U.S. 
Education  Department's  Office  for 
Civil  Rights  nearly  doubled  in  fiscal 
1988  after  Congress  restored  broad 
Title  IX  coverage.  Numbers  of 
complain.ts  rose  in  all  four  areas  of 
discrimination  OCR  monitors:  sex, 
race,  disability  and  age. 


Refining  Equity  Training  Requirements 


There's  a  difference  between  "exposure"  to  equity 
concepts  and  equity  "training".  Other  than  reading  and 
life's  chance  events,  exposure  to  the  ideas  that  are 
categorized  as  "equity"  can  happen  through  the  explicit  or 
implied  expectations  and  assumptionf  of  |.-veei^,  non- 
participatory  worfehops,  staff  meetings,  viemng  media 
productions,  and  similar  passive  activities.  It's  possible  to 
be  exposed  to  equity  knowledge  without  actually  being 
affected  by  the  infomiation.  If  equity  exposure  results  in  a 
new  understanding  of  equity,  generally  it  is  because  the 
person  developed  the  ideas  through  self-training 
afterwards. 

An  equity  training  situation,  however,  challenges 
everyone  to  examine  old  ways  of  thinking  about  equity 
issues,  to  understand  and  accept  the  results  of  new  research, 
and  to  make  a  personal  or  group  plan  to  apply  this  learning 
in  future  interactions  with  a  client  group.  Training  is 
active.  Good  training  mandates  participation,  causes 
internal  reflection,  and  (unless  you  were  perfect  to  start 
with)  results  in  chosen  behavior  changes  in  personal 
relationships  as  well  as  at  v/ork.  Training  results  in  some 
change,  no  matter  how  small;  exposure  might  hvd  usually 
doesn't. 

Part  of  the  readers'  scoring  on  the  1990  Carl  D.  Perkins 
funding  included  review  of  the  project  administrator's 
history  of  equit}'  training.  Points  were  assigned,  but  for 
1990,  no  documentation  other  than  the  statement  in  the 
application  was  required. 

For  the  grant  cycle  in  fiscal  year  1991  and  beyond,  we 
are  in  the  process  of  developing  a  tracking  S)'stem  for 


authenticating  the  equity  training  and  continuing  equity 
e<iucation  credentials  of  future  recipients  of  Perkins 
funding.  For  example,  certificates  will  be  issued  to  those 
who  request  them  for  attending  the  I.M.  A.G.E.  GnMontana, 
Awareness  Generates  Equity)  Conference  in  Billings,  June 
16-17.  TI~iere  will  be  a  form  in  the  registration  packet  to  be 
completed  during  tlie  Conference  and  mailed  to  the  Human 
Resources  Development  Officer. 

Another  way  to  receive  equity  training  credits  is 
attendance  and  participation  at  Regional  Equity  Network 
meoting-s  (4)  during  the  school  year.  The  Regional  Equity 
Networks  are  comprised  of  interested  representatives  o'f 
community  oi-ganizations,  businesses  and  schools;  their 
work  is  to  promote  equity  in  their  home  communities. 
Travel  and  per  diem  is  reimbursed  to  REN  members.  New 
members  are  welcome.  Call  or  write  Carol  Farris,  Human 
Resource  Development  Officer,  33  S.  Last  Chance  Gulch, 
Keler.a,  MT  59601, 444-5950. 

Still  other  ways  to  doaiment  equi  ty  trainingare  through 
Gender  Equity/Student  Achievement  (G.E.S.A.)andother 
workshops.  These  are  offered  through  the  Office  of  Public 
histniction,  national  or  professional  organizations,  other 
state  agencies  and  this  office. 

Since  this  planned  requirement  has  not  been  finalized, 
and  since  it  K'ili  affect  all  future  applicants  for  Perkins' 
funds,  your  input  is  reques^We'd  appreciate  having  your 
thoughts  on  v/ho  in  an  agency  should  receive  this  training, 
modes  of  training,  content,  and  any  related  matters 
addressed  to  Carol  Farris,  Human  Resource  Development 
Officer,  33  S.  Last  Chance  Gulch,  Helena,  MT  59601. 
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The  American  Association  for  University 
Women  has  produced  a  brief  fact  sheet 
detailing  the  current  issues  for  women  in 
vocational  education.  The  four-page 
paper,  "Vocational  Education:  Equity  in 
Education/'  also  contains 
recommendations  for  Perkins 
reauthorization.  The  paper  is  available 
for  $1.00  for  AAUW  members  and  $2.00 
for  non-members,  from  the  AAUW'  Sales 


Office,  2401  Virginia  Ave. 
Washington,  D.C.  20037. 


N.W., 


A  NE¥/SLETTER  PHILOSOPIiT 

Sex  equity  means  equal  opportunity  for 
education  and  employment  regardless  of  an 
individual's  gender.  Barriers  to  sex  equity, 
fostered  by  personal  and  social  biases  and  sex 
role  stereotypes,  can  only  be  broken  do\'ra  by 
the  exchange  of  ideas  and  commtmication  on 
sex  discrimination  issues. 

PIE,  the  equity  bulletin  for  Montana 
educators  and  employers,  encourages  illlers 
to  use  this  forujn  to  express  ideas,  report 
activities,  and  discuss  issues  pertainisig  to  sex 
equity. 


THE  NEW  WORKFORCE: 
NONTRADITIONAL  EMPLOYMENT 
FOR  WOMEN 

A  new  video  produced  by 
The  Career  Development  Program 
of  Miles  Community  College 

Featuring:  Eastern  Montanans  in  Ranching, 
Construction,  Medical  and  Repair  Service 
Fields 

Production  funded  by 
Carl  D.  Perkins  Vocational  Education  Act 

For  use  with  high  school 
and  older  groups. 

For  a  copy, 

send  $16.00  with  your  request  to 

Career  Development  Program 
Attention:  Sharon  Keames 
Miles  Community  College 
Miles  City,  Montana  59301 


For  information  regarding  this  publication  contact:  Carol  Farris,  HRDO,  OCHE,  33  S.  Last  Chance 
CM,  Helena,  Montana  59620  -  (40 fy)  444-6570 
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Human  Resources  Development  Office 
Commissioner  of  Higher  Education 
33  S.  Last  Chance  Gulch 
Helena,  MT  59620-2602 


